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Abstract

The research explored the role of interpersonal justice perceptions in an organisation

undergoing change. Interpersonal justice was operationalised by dividing it into two

components namely, social sensitivity and informational justice. The study falls within

the qualitative and quantitative paradigm. The research was conducted at a South African

financial institution undergoing change due to a merger and acquisition, and comprised of

in-depth interviews as well as an exploratory survey.

The sample consisted of 159 employees. The results confirm those of previous research

studies regarding the relationship between interpersonal justice and job satisfaction. The

results also showed that a difference in the interpersonal justice perceptions of employees

at different job grades exists. Interpersonal justice perceptions are likely when employees

believe that they personally are treated fairly and are being adequately informed of the

changes in their organisation. This is of utmost importance if one is to create a just and

efficient workforce during organisational change processes.
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Opsomming

Die navorsing het die ral van interpersoonlike geregtigheid persepsies in'n organisasie

wat verandering ondergaan ondersoek. Interpersoonlike geregtigheid was geoperasioneel

deur dit te verdeel in twee komponente naamlik, sosiale sensitiwiteit en inligtings

geregtigheid. Die studie val onder die kwalitatiewe en kwantitatiewe paradigma. Die

navorsing was ondemeem by 'n Suid-Afrikaanse finansiele instelling wat deur

organisatoriese verandering gegaan het as gevolg van 'n samesmelting. Die navorsing het

bestaan uit in diepte onderhoude asook 'n ondersoek opmeetinstrument.

Die steekproef het bestaan uit 159 werknemers. Die resultate van die studie ondersteun

die van vorige navorsing wat betref die verhouding tussen interpersoonlike geregtigheid

en werkstevredenheid. Die resultate het ook getoon dat 'n verskil in die interpersoonlike

geregtigheid persepsies van werknemers op verskillende pos vlakke bestaan.

Interpersoonlike geregtigheid persepsies is moontlik wanneer werknemers glo dat hulle

met respek en regverdigheid behandel word. Werknemers moet ook genoegsaam ingelig

word van die veranderinge in die organisasie om persepsies van interpersoonlike

geregtigheid te ondervind. Dit is van uiterste belang gedurende organisatoriese

veranderinge om 'n doeltreffende mannekrag waar geregtigheid geld te skep.
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CHAPTER ONE - INTRODUCTION

This research was guided by the concept of change and the effect that change has on an

organisation and its employees. One can come to the conclusion that the only certainty

facing an organisation is that of change. Sevier (2003, p. 23) states, "Unfortunately, our

present, and certainly our future is all about change. In fact, there is a wonderful adage

that describes the issue succinctly: the only constant is change".

In order for organisations to stay competitive in a fast growing worldwide economy and

at the same time increase productivity, changes in the management of the organisation

need to take place. Internal and external forces influence organisations to adjust their cost

structures and the way that they are managed, run and organised. There is a need for all

organisations to adjust to the external forces that impose change. The degree of change

may vary from organisation to organisation (Harvey & Brown, 1996; Sevier, 2003).

In the current world wide economy in which organisations need to function, change is a

continuous factor. Consequently, for an organisation to achieve their strategic objectives,

the organisation needs to maintain their core identity and operational functioning. The

way in which change is implemented and managed is a critical factor throughout the

change process. Change in organisations is characterised by the literature as an

interruption of the steady state and change is a regular process in the current state of

affairs (Harvey & Brown, 1996).

According to Harvey & Brown (1996) the difficulty in organisational change lies in the

challenge of the need for employees to adapt to a new culture that entails a change in

their actions, as well as their principles, and identity in the new changed environment.

Organisational change may lead to an unhappy workforce with feelings of discontent and

frustration resulting in resignations and transfers. The management style of the

organisation should include cultural management and orientate managers to be proactive
















































































































































































































































































	Walters 1
	Walters 2

